This study attempted to determine teacher perception on school factors affecting their work. In order to attain this determination, the following variables were used: administrative support, workload, staff development, student discipline, salary, school facilities, and role expectation. One hundred and sixty eight (168) teachers participated in this study. Major data collection tools were questionnaires. The validity was determined by the expert use of experienced researchers from the university of Eastern Africa, Baraton. Internal consistency of the data obtained from this research instruments was determined by the use of Cronbach's coefficient Alpha. The reliability coefficient for each section of the questionnaire addressing different variables was computed based on the responses given by the teachers from the two schools which were involved in a pilot study. The coefficient that determined the reliability of the instrument for this study was 0.811 far above the 0.6, thus the instrument was reliable for data collection. All statistical techniques selected were done by the use of the statistical package for social science (SPSS) program. The results indicate that there is minimal administrative support from the administration, and teachers are overloaded, and staff development has been sparingly done, and student discipline, though not a big problem in schools should be improved. Teachers indicated that there was need to provide facilities which give extra energy to the teaching and learning process.
Teacher Burnout and Work Load
observes that one of the reasons why most teachers in Kenya are planning to leave teaching when an opportunity arises is increased workload. To address workload in schools, the following measures can be applied. 
Burnout and Staff Development
Staff development, also referred to as professional development, is an important factor for effective productivity in the workplace. According to [2] , an aim of Professional Development is to empower teachers with new knowledge and skills, and to confirm that current practices and interpretations of education policy and procedure are correct. [3] contends that staff development programmes act as a catalyst for teachers' effectiveness in their daily routine. It is a potent means of updating teachers' skills and knowledge for improving instruction and learning. According to findings of their study in Nigeria, teachers who participated in staff development programmes were more effective in their job performance than those who did not, in terms of knowledge of subject matter, classroom management, teaching methods and evaluation of student's work. This brings to view importance of teachers' professional development in order to increase their levels of productivity in terms of the highest levels of students' achievement.
Teachers can be helped to identify their development needs in a number of ways, including self-review, informed discussions with the principal or through individual appraisal interview. The process of development of teachers can be through observation, reflection, planning and action. [4] further considers lifelong learning as a sense-making process of constructing, filtering, framing and creating an effective teacher. For effective staff development, it is necessary to work flexibly and eclectically in order to meet the demands of each situation. An effective staff development process is supportive of the individual and will benefit the school, hence, a well-organized staff development process in a school will alleviate teacher burnout.
Teacher Burnout and Student Discipline
Student discipline is primarily projected at controlling the students' actions and behaviors. In this regard, [5] states that putting up a system of rules and regulations means students having to abide by rules and other behavioral strategies meant to regulate them. A consequence of breaking these rules is also spelled out clearly. Acts of corporal punishment, detention, suspension and expulsion are commonly applied in most schools to reduce indiscipline in students. Disruptive and antisocial behavior of students interferes with leaning, diverting administrative time and contributing to teacher burnout.
As [6] point out, failure to deal effectively with these disruptive and antisocial students will contribute to poor individual, school, and community outcomes. To reduce teacher burnout due to student discipline, schools should develop appropriate strategies and interventions for students. This, according to [5] , should include: 1) Establishment of a school-wide behavior support system to involve; school rules, teaching appropriate behavior, intervention plans, positive reinforcement for behavior, teaching of social skills.
2) Assisting students in the development of resiliency skills, which include; developing supportive relationships with students; maintaining positive and high expectations for all students; providing opportunities for students to participate and contribute; providing growth opportunities for students; ensuring that all students have a caring adult in their lives (mentoring); teaching students that they are capable and that they have strengths; providing opportunities for self-assessment and self-reflection; providing opportunities to work with other students (cooperative learning); school counseling and teacher advisory systems.
3) Assisting students in developing pro-social skills (to enable them function socially in the society) such as, anger management, conflict resolution, empathy etc. 4) Developing administrative procedures and policies for dealing with behavioral concerns. This will involve the school principal, teacher on duty, class teacher or boarding master. Some of these strategies will include; suspension policies; teacher proactive time out; daily communication; debriefing; family group conferencing.
Teacher Burnout and Salary
As noted by [7] , teachers earn considerably less than other college-educated workers and that their salaries are unlikely to keep pace with high inflation rates. [1] found out from his research that among the causes of teacher burnout in Kericho municipality, was inadequate salaries, which compelled some teachers to take other jobs after school, engaged in secondhand clothe business, moonlighting, teaching computer classes in town and some operating public transport business, hence having less time for school related tasks, consequently leading to a decline in quality of education.
According to the survey of public school teachers conducted by the national education association in 1983 in America, four out of ten teachers hold second jobs outside of education during the school year and some assume extra paid duties to compensate for the level of salaries offered to them [8] .
Salary is often indicative of the value society places on the profession. In Kenya, holiday tuition is not allowed by the government but the teachers have offered paid up tuition in the guise of covering the syllabus, just to raise an extra coin to top up their salaries. World over, burnout on teachers has been projected in teachers' strikes that have caused perpetual interruption to learning. What the teachers protest for is almost the same across the board; better wages, working conditions and pension. In South Africa, the South African Democratic Teachers Union (SADTU) has led South African teachers out of class seven times up to 2011, to demand for better wages and better working conditions. The same situation has been observed in the UK, in Canada, in Chicago, Denmark, Mexico, Tanzania and in Kenya, with the Kenyan teachers going on strike ten times between the year 1962 and 2009, mostly for not being paid the amount of money promised to them by government officials. These strikes have had far reaching consequences on the children and mostly those in the public schools, as teachers break off from normal lessons for long while children in the private schools are learning.
Teacher Burnout and School Facilities
The physical characteristics of a school have a variety of effects on teachers, students and the learning process. Poor lighting, noise, inconsistent temperatures, poor ventilation and poor maintenance lead to poor health among students and teachers [9] [10].
Size of classrooms, library facilities, staffroom, the kind of furniture and toilets are facilities that need to be put in place for the teacher to work better. Often times, teachers are forced to use their money to purchase basic supplies like textbooks, chalk, writing materials and photocopying of revision materials for students. This has become a stress to the teachers and mostly when efforts to have the administration address these shortages are not achieved.
A report from the National Clearinghouse for Education and Families [11] shows that lack of resources can contribute to teachers' job dissatisfaction. In interviews with New York City public school teachers, a large percentage of new teachers said they did not have basic supplies and had to use their own money to purchase them.
Teacher Burnout and Role Expectation
Role expectation means that which is expected of a teacher to whom some given work or task is assigned. It is how others believe one should act in given situations. In examining organizational factors that contribute to job stress, numerous studies have identified role conflict and role ambiguity as important contributors.
In their study of role stress in educational organizations [12] found out that where high levels of role conflict and role ambiguity were present, teachers experienced high levels of emotional exhaustion and fatigue as well as negative attitudes towards stu-J. Matiang'i et al.
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OALib Journal dents. [8] noted the lack of control or autonomy in one's job also contributed to burnout. Control in this context involves the teacher's perception of his influence on decision making, regarding such issues as work scheduling and the development of policies that directly affect his work environment. With high role expectations that are poorly defined, teachers are likely to get stressed and burned out. Involving them in planning policies and job programmes that work well with them is appropriate.
As pointed out by [1] it is only when specific causes of burnout are identified that steps can be taken to reduce their effect. This is because at times many of the conditions which determine teacher effectiveness lie outside their control [13] . According to [13] a behavioral definition of burnout and defines it as a condition in which teachers remain as paid employees but stop functioning as professionals. They go through the motions of teaching with no emotional commitment to the task and no sense of efficacy. These kinds of teachers have come to believe that what they can do will make no significant difference in the lives of their students and see no reason to continue caring or expending any serious effort to the students.
Burnouts remain in teaching as "strong insensitive" who are able to cope with the debilitating problems faced by their students and the negative conditions of work in dysfunctional bureaucracies because they no longer take their failures as a sign of any personal inadequacies. They have become detached job-holders who feel neither responsible nor accountable for students' behavior, learning, or anything else. Their only goal is to do the minimum required to remain employed [13] . This, though may appear contrary with some teachers who, out of their commitments and heavy workloads, are stressed and burned out but have not translated or transferred the same to their jobs.
Method

Population and Sampling Techniques
The study population comprised of all the 168 teachers employed by Teachers Service Commission teachers in the 21 public secondary schools in Borabu District. All teachers were taken for the study since the issues affecting academic results are not one man issue; all teachers in a school contribute in one way or the other towards good or poor academic performance. The population was also small to be sampled so it was taken intact.
Research Instruments
Four point scale questionnaire was used for collecting data. The selection of this tool was guided by the nature of data to be collected, the time available as well as the objectives of the study. The researchers were mainly concerned with views, opinions, perceptions, feelings and attitudes on the phenomena to be investigated and such information would best be collected through the use of questionnaires and interview schedules [14] .
Questionnaires were used because the study was concerned with variables that might not be directly observed such as views, opinions, perceptions feelings and attitudes of the respondents. Besides, the identification of respondents was taken care of while ga-thering information in the study by the use of the questionnaire. The target population in this study was largely literate thus very much unlikely to have difficulties responding to questionnaire items. The questionnaire was modeled on a Likert four point scale numbered as 4 = Agree, 3 = Tend to Agree, 2 = Disagree and 1 = Tend to Disagree. It was subdivided into three sections, that is, section one-demographic data, Section two-attitude towards the teacher's job and section three-perceived causes of burnout.
Validity
Validity is defined as the degree to which a test measures what it is supposed to measure, while on the other hand reliability of a research instrument measures the extent to which the instrument yields the same results on repeated trials. The tendency towards consistency found in repeated measurements is the one referred to as reliability [14] .
In order to maintain consistency and relevance to the problem, questionnaire items were formulated around the aspects of the problem being investigated. Questions in the teachers' questionnaire were carefully selected so as to bring out information on the emotional condition of teachers, their feelings and attitudes towards their work, their administrators and the students. The questionnaire further brought out the causes of the stress and burnout to these teachers. To establish the validity of the questionnaire, the researchers consulted with other professors in the department of Education, Curriculum and Teaching of the University of Eastern Africa Baraton before it was ready to be administered.
Reliability of the Instruments
All instruments used in this study were tested for reliability. That is if they had the ability to yield the same results consistently when repeated measurements would be taken under the same conditions [14] . A pilot study was conducted in two Secondary Schools in Masaba North District. These schools were selected for the pilot study because they are in the neighbouring district to Borabu District where the research was done. Internal Consistency of the data obtained from the research instruments was determined by the use of Cronbach's coefficient Alpha. The reliability coefficient for each section of the questionnaire addressing different variables was computed based on the responses given by the teachers from the two schools. The coefficient that determined the reliability of the instrument for this study was 0.811 far above the 0.6 and thus the instrument was reliable for data collection.
Data gathering Procedures
Data collection was carried out by the use of questionnaires that were prepared by the researchers. Permission was obtained from the research and ethics committee, University of Eastern Africa Baraton, which consequently assisted in obtaining permission from the National Council for Science and Technology of the Ministry of Higher Education, Science and Technology to proceed with data collection for the research. The researchers subsequently started collecting data from the concerned teachers in all pub-lic secondary schools in Borabu District. Each individual school was visited by the researchers asking assistance from the school principal or deputy principal to assemble the teachers for the distribution of the questionnaires. After introduction the researchers requested the teachers to fill the questionnaire, assuring them that their responses were purely for the purpose of the research and would be treated with strict confidence.
The researchers were allowed to administer the questionnaires to the teachers who were given time to fill them in. All questionnaires were filled and returned to the researcher on the same day in all schools visited. A total of 187 questionnaires were filled by the teachers.
When filling the questionnaire, the respondents were required to rate the questions on the questionnaire using the Likert scales-four point scale in which the interval between the points on the scale are assumed equal and are used to register the extent of agreement or disagreement with a particular statement of an attitude, belief or judgment. This also utilizes scales that examine quality [15] .
Statistical Treatment of Data
The mean and standard deviation was used to give a description of the independent and dependent variables. All statistical techniques selected were done by the use of the statistical package for social science (SPSS) program.
Results
This study attempted to determine teacher perception on school factors affecting their work. The following variables were used for this determination. In evaluating how teachers rated the support from their principals, some sub variables were used. The teachers (respondents) used the scale Disagree-Tend to disagree-Tend to agree and agree to indicate how they rated the principal's support. The study found out that the aspect of the principal's communicating important information to the teachers in time scored the highest mean of 2.9027. Though they are averagely rated, it shows that most of the Head teachers in Borabu Public Secondary schools do communicate to important issues with their teachers in time. But it also indicates that there are some principals who need to improve in the way and speed at which information should be relayed to their teachers ( Table 1 ).
The researcher correlated the response in the sub-variable discussed above with that The study also found out that most principals do not involve their teachers in planning school activities and functions, (mean of 2.4920). When members of any organization are not involved in planning and running the activities of the organization, most of them will take passive positions, some will feel neglected or not valued, hence, withdrawing their efforts to make the organization succeed [16] . The involvement of the teachers by the principals in any school will contribute a lot towards its success.
On the climate set by the principals in their schools, more than a half of the respondents agreed that their schools had positive environment to work in. This was shown by a mean of 2.8075. They also tended to agree (mean = 2.7219) that administrative roles in their schools enable authentic communication and that the rules are a guide to solutions rather than rigid procedures (mean = 2.8065). The principal sets the school's organizational climate, which will positively or negatively affect the teacher's self-efficacy [16] .
With this research showing an average positive response towards administrative support given to the teachers (General mean = 2.7973), it means that there are nearly the same number of teachers/respondents who are not contented with the support given to them by their principals. Table 2 shows the perception of teachers on workload.
It is noted from the above table that the teachers in Borabu public secondary schools rated above average the issue of their departments requiring more teachers to ease the workload (mean = 3.3209). This shows that there are departments that need teachers or are badly under staffed. Teachers desire to have an impact in the classroom and the risk of burnout escalates when too many non-instructional duties and an overload of responsibilities are the norm of the day.
The study also notes that majority of teachers (mean = 2.7487) did not have enough time to plan their lessons due to heavy work load. This was an indicator that most teachers were going to school to teach unprepared. Respondents with a mean of 2.9679 felt weary and worked up at the end of their work day. Others felt that their jobs interfered with their life (mean = 2.5134) and yet others (mean = 2.4118) dreaded going to school due to the workload on their side. Majority of the teachers indicated that they
were not tired with their students (mean = 1.6043). This indicated that they had their students at heart though they were weary with their job.
The researchers noted that the teachers who were contemplating to leave their stations due to the heavy work load (mean = 1.9465) felt tired with their jobs (mean = 1.9144). With a general mean of 2.4165, the aspect of work load is rated slightly below average in causing teacher burnout in Borabu District secondary schools. Looking at the table above, it is conspicuous that the teachers feel confident that they have the skills to perform their duties (mean = 3.9198) and they also feel that their schools do not so much impress professional development as a way of increasing the skills they have (mean = 2.78017). This means that if the teachers are not improved professionally by being given refresher courses, seminars and workshops, the skills one possesses will get outdated [17] . This is why [18] observes that teachers need to feel successful and happy about themselves and their abilities before they can empower their students to feel the same.
While most of the respondents felt appreciated by their colleagues and their students at school (mean = 3.0802), collegiality was not so much embraced in many schools (mean = 2.4545). But when it means that they have to come together to work for the betterment of the child they have no otherwise (mean = 3.0802). Staff development is rated well by the respondents (mean = 2.8658). Table 4 shows teachers' perception on Student discipline.
This study observed that many of the students in these schools were not well behaved. This was supported by a mean of 1.93 noted from the negative response upon the sub variable "students in my school are well behaved even when the teachers are not watching them". It was also noted that a good number of teachers praised their students more often than they scolded them (mean = 2.8824) and that most students respected teachers, mean = 2.7219. In general, it is observed that most of the respondents rated the issue of students discipline as not good in their schools (mean = 2.4471). Table 5 is a reflection of the teachers' perception on salary.
From Table 5 it is observed that a big number of teachers disagreed that they are well paid by their employer (mean = 1.2193). This was also evident with the sub variable that they felt they were in conflict with people they had borrowed money from every month (mean = 2.7380). [19] talks about teachers being among the lowest paid professionals in many countries the study found out that the work the teachers do was not commensurate with what they were paid as salary (mean = 1.2193). This is why [7] observed that teachers who leave college are ill prepared of the ups and downs they immediately encounter as they get to the field. Those who enter teaching can expect to be underpaid, undervalued and over worked [19] .
Looking at Table 5 below, the variations towards the disagreement of the sub variables used here is clearly evident that the respondents rated highly the problem of salaries.
A mean of 1.2941 is observed on teachers who disagree that their salary meets their needs, while a big percentage of the respondents (mean = 3.3636) agree that the salaries in their job groups does not tally with that of others in the same job group elsewhere.
This is a factor that has made teachers to leave their jobs for other well-paying jobs elsewhere or even moving out of the country for greener pastures.
Teachers' strikes in the country and in the neighboring countries as experienced in the recent past to pressurize the government to improve their salaries and allowances is prove that they (teachers) are not happy with the kind of salaries paid to them. While studying on the anomalies associated with the status of teachers [20] made an observation that teaching seems to have more than its share of status anomalies. It is honored and disclaimed, praised as "dedicated service" and lampooned as "easy work", it is permeated with the rhetoric of professionalism, yet features incomes below those earned by workers with considerably less education. Making an observation from a survey carried on public school teachers by the National education Association in 1983 in America, [7] found that four out of ten teachers held second jobs outside of education during the school year and some assume extra paid duties to compensate for the level of salaries offered to them. This is evident what the principals said about the issue of students paying for holiday tuition which has been changed to be known as remedial teaching since holiday tuition was outlawed in Kenya.
From the table above it can generally be observed that the respondents (mean = 1.5262) rated the variable salary/wages highly, as a big number of respondents disagree to all these sub variables.
The respondents agreed that teaching learning facilities in most schools in Borabu District are very much inadequate. The figure above shows the trend and the rate at which the sub variables tested moves towards the fourth scale 'agree,' from 'disagree.' It is shocking to learn that most of the respondents agreed that classrooms, libraries and laboratories in their schools (mean = 3.352) are hardly enough. This being the major facilities in many of the secondary schools in Borabu District (since many of them are day schools) used in the day to day process of teaching, teachers are expected to have a hilarious task in curriculum delivery (Table 6 ).
When interviewing the principals on how they made up with the inadequate resources and materials for learning, most of them were in agreement that at times they While assessing what caused teacher burnout, [21] observed that it is ironic that the best teachers are the most susceptible to burnout. Their unrelenting dedication to students can lead them to take on too many tasks, which end up drawing their creative energy.
This study further purposed to find out if the teachers were contented with the extra roles that they were expected to perform besides their professional duties. Data is presented in Table 7 .
Many of the respondents agreed that they cared for their student academic performances besides their professional duties. Majority of the respondents agreed that they cared for their students' academic performance and they were patient when students had trouble with learning. A fairly big number of the respondents (mean = 3.6257) agreed that they would always get their students to believe they could do well in school, and could help their students to value learning (mean = 3.7005). It was further found that many of the teachers (mean = 3.5615) used a variety of assessment strategies for their students, and that they felt they were expected to act as surrogate parents in assisting the children to do well (mean = 3.5294).
A number of teachers felt that their expectations when entering the job were conflicting with the teaching reality they faced. This meant that though they were comfortably performing those duties, down in their hearts they did not expect all that when joining the teaching profession.
Conclusions and Recommendations
The study found out that the aspect of the principal's important communicating information to the teachers in time was average, but needed improvement. Though they are averagely rated, it shows that most of the Head teachers in Borabu Public Secondary schools do communicate important issues with their teachers in time. But it also indicates that there are some principals who need to improve in the way and speed at which information is relayed to their teachers.
The study also found out that most principals do not involve their teachers in planning school activities and functions. On the climate set by the principals in their schools, more than a half of the respondents agreed that their schools had positive environment to work in. The study also established that some teachers are overloaded and there is need to hire more teachers to lessen this burden. Staff development is a key area in any work environment. This study found out that schools are not motivating teachers to develop themselves; therefore schools should be ready to create space for teachers' development so that they can update their teaching skills. In order for students to perform well in their academics, their discipline should be maintained. Teachers should work together with parents to encourage students to put effort and minimize disciplinary cases. Teachers' salaries should be improved as a factor in motivating them.
Learning and teaching resources play a major role in promoting academic performance which suggests that unless schools are equipped with the necessary facilities, learning may not be successful.
Further research could look at why teachers have consistently complained of low salaries yet governments continue down playing this need.
